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Abstract 
The current study aims to explore various facets of Work-Family Conflict (WFC) in a Romanian sample and examine the 
reconciliation strategies challenging it. 100 participants completed a Romanian version of the IMFJR-Indicator for the 
Measurement of the Family-Job Reconciliation. An exploratory factorial analysis reveals reciprocal influences between work and 
family, and how related constraints may impact upon individual's personal growth and development. 
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1. Introduction 
Research in the area of work-life balance suggests that many people experience difficulties in reconciling specific 
roles  in  work  and  family  life.  It  is  only  recently  that  this  issue  have  been  regarded  as  a  phenomenon  of  broader  
social and psychological significance due to the negative consequences of the increased inability of finding a ಫ
balanceಬ are becoming more and more obvious in modern societies. Work–family conflict (WFC) generally refers to 
a mismatch or incompatibility between the work and family role demands (Greenhaus & Beutell, 1985). Hence, the 
work-family relationship has been conceptualized as a bi-directional construct where work roles impacts on family 
roles and back (Gutek, Searle, & Klepa, 1991): work can reinforce family well-being and positive aspects of family 
life can instill into work place (Barnett & Hyde, 2001). Therefore, a conception of work–life integration should 
depict more flexible boundaries where individuals have greater influence on the definition of their work and non-
work lives. The choice of strategies to handle the work – family conflict is dependent on the perceived differences 
between the two domains, on the strength of the borders, which are determined by their permeability and flexibility 
(Campbell, 2000).  
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2. Objectives and Hypotheses 
The  present  study  aims  was  to  explore  various  facets  of  WFC  in  a  Romanian  sample  and  examine  the  
reconciliation strategies challenging it. Therefore, the research is guided by the following objectives: 
a) To highlight the reciprocal influences between work and family life, with their both positive and 
negative aspects; 
b) To identify dedicated reconciliation strategies that are developed in order to solve the conflict between 
the familial and professional roles, and show how both work and family responsibilities may negatively 
impacted upon individuals personal development potential; 
c) To also show that they also may have an impact upon individuals ability to fulfill their parental role. 
3. Method 
3.1. Participants 
A total of 100 respondents employed by both public institutions and private organizations were randomly invited 
to participate in an exploratory survey conducted during May–July 2013. About 96% of the respondents were 
married or cohabiting, 75% reported to have one or more children and 4% to be a single parent (see descriptive 
statistics for the demographic of participants in Table 1). 
Participants completed a Romanian version of the Indicator for Measurement of the Family-Job Reconciliation 
(Săucan et al, 2013), investigating 14 dimensions of the work-family conflict and reconciliation aspects through a 
total of 152 scaled items. 
4. Results  
Along with the work-family conflict scale, demographic questions about age, gender, education, marital status, 
number of dependents and nature of employment were asked. The demographic section also included questions 
regarding: workload, job motivation, and intention to turnover. 
Table 1. Sociodemographic characteristics of the respondents (N=100) 
% %
Gender Employed by 
Male 41.00 Public institution 36.00 
Female 59.00 Private organisation 64.00 
Age Professional experience 
18-30 years 24.00 1-10 years 49.00 
31-40 years 49.00 11-20 years 37.00 
41-65 years 27.00 21-30 years and over 14.00 
Education Institutional level 
Secondary 17.00 Operational staff 75.00 
University 70.00 Mid-level management 14.00 
Post-graduation 13.00 Top management 11 
The collected data was analyzed through descriptive, inferential, and co relational statistics - SPSS 20 (Statistics 
for the Social Sciences). An exploratory factor analysis was conducted in order to determine whether the WFC and 
reconciliation strategies items could be further reduced by using a principal component analysis (Varimax Rotation 
Method, Kaiser, 1959). 
Since no apriori hypotheses regarding the number of factors likely to emerge were stated, all items of the IMFJR 
were used to extract the factor solution. Going up to the twenty-fifth rotation, the solution yielded six main factors 
with an aggregated eigenvalues of 92.951 accounting for 53.420 % of the total variance, thus providing support for 
the resulted factorial variance (see Table no. 2). Items were interpreted as part of a factor if their factor loading was 
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higher than .300. Some items were allowed to be loaded into more than one factor, producing differences in the size 
and complexity of the resulting factors: 
Factor 1: Work-family emotional distress. Although an important factor, the first factor is not able to retain most 
of the variables size variations. It included 32 items from 3 distinct dimensions: C12 (Work-related emotional 
experience -- saturations values between .848 and .626), C13 (Family-related emotional experience – saturations 
levels between .608 and .514), C4 (Work-family negative interaction – 4 items with saturation levels between .348 
and .319). Their occurrence reveals how work responsibilities and constraints can generate a range of negative 
emotions (listed by C12 and C13) that respondents may experience at work, but also at home. They are aware of and 
feel the negative impact of work on their family life (Appelbaum et al, 2005), thus failing to „devote enough time for 
their family” (C4_2) and being „not such a good spouse / parent as one could be” (C4_8). 
Table 2. Proposed factorial solution 
Work-family conflict issues No. of items Eigenvalue % of total variance
Factor 1 Work-to-family emotional distress 32 44.06 25.32 
Factor 2 Family-to-work emotional distress 26 12.64 7.27% 
Factor 3 Work-family constraints impacting  on personal development 22 11.68 6.71% 
Factor 4 Work impact on parenting 7 9.19 6.06% 
Factor 5 Work-to-family positive spillover  21 10.54 5.28% 
Factor 6 Work-to-family negative spillover 11 4.19 2.28% 
Factor 2: Family – work emotional distress. The second factor mixes up 19 variables listed under dimension C13 
(Family-related emotional experiences), and 7 variables from C6 (Family–work negative interaction) with a 
saturation level between .752 and .389 (see Table 4). It is a factor that describes how family-related responsibilities 
and constraints might have an negative impact both on the emotional experience and individual's ability to 
adequately perform at work (C6_7); to fulfill job duties (C6_6); and to find creative solutions to workplace 
problems. 
Table 3. Dimensions and subsequent variables in the structure of Factor 1 
Dimensions and variables                                                     Saturation level 
C12. How have you felt at work during last month?  (selection) 
C12_14 Unhappy .848 C12_21 Unappreciated .730 
C12_12 Discouraged .802 C12_27 Worried .696 
C12_13 Annoyed .755 C12_9 Disappointed .695 
C12_3 Lonely  .745 C12_1 Angry .656 
C13. How have you felt in your family during last month? (selection) 
C13_12 Discouraged .626 C13_9 Disappointed .536 
C13_13 Annoyed .608 C13_10 Fearful  .517 
C13_14 Unhappy .575 C13_7 Guilty .422 
C13_15 Tensed .568 C13_1 Angry .420 
C4.  Work-family negative interactions (selection) 
C4_6 The behaviour I am required at work might have an opposite impact at home.  .439 
C4_8 Due to workload I am not such a good spouse / parent as could be. .348 
C4_4 My work is so difficult that I return home depressed.  .326 
C4_2 My work forces me to reduce the time spent with my family. .319 
Factor 3: Work-family constraints impacting on personal development. The third factor is a heterogeneous one, 
gathering a total of 22 variables (saturation level .791 - .344) from the following categories: C8 (Work and family 
constraints on personal development - 8 variables), C6 (Family-work negative interactions - 7 variables), C4 (Work 
family negative interactions - 6 variables) and C12 (Work-related emotional experiences - 1 variable). Consistent 
with other findings (i.e. Zhang, 2012), they describe the way specific family problems: situation at home, worries, 
family duties, absence of support from family members (C6), as well as the constraints imposed by job 
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responsibilities on the way people manage family relationships and climate (C4) impacts upon the personal grow and 
development of respondents (C8). Hence, respondents may fell that: I have little time for me due to work and family 
duties (C8_1), 
Sometimes I feel I do not belong to myself, but to my job and family (C8_3). 
Factor 4: Work constraints impacting on parenting. The forth factor IV brings together 7 variables belonging to 
C7 (Job influence on parenting), with a saturation level between ,978 -, 977. Please note that responses to this scale 
variables depicts a number of 75% of subject who said they had children. This factor reveals the inability of working 
parents to fulfill their parenting responsibilities (C7_3, C7_6, etc.), and related consequences on parent-child 
relationships (C7_8, C7_9, etc.). 
Table 4. Dimensions and subsequent variables in the structure of Factor 2 
Dimensions and variables                                                     Saturation level 
C13. How have you felt in your family during last month? (selection) 
C13_21 Unappreciated  .752 C13_3 Lonely  .637 
C13_6 Neglected  .712 C13_27 Worried  .580 
C13_23 Criticized  .668 C13_15 Tensed  .562 
C13_9 Disappointed  .659 C13_19 Upset  .536 
C6. Family-work negative interactions (selection) 
C6_8 Often my family makes me feel moody, so affecting the quality of my work  .573 
C6_5 My family gives no support nor approval for my work, thus make me feel bad at job  .525 
C6_1 I feel tensed about the situation at home and this negatively impacted on the relationships with my colleagues   .480 
C6_2 When confronted with family problems it becomes difficult to perform my work duties   .394 
Factor 5: Work-family positive spillover. The fifth factor gathers 21 variables with a saturation level between 
.760 and .339 from the following categories: C3 (Work-family positive interrelations - 6 variables), C5 (Family-
work positive interrelations - 6 variables), C1 (Workplace well-being - 7 variables), and one variable belonging size 
C11 (Strategies for resolving the conflict between work and family life, as for instance: C11_5: looking for friends 
and family support, saturation .367). A mix of 13 items from C3 and C5 are first listed with high saturation levels 
suggesting that wellbeing and positive relationships between family members strongly support respondents' capacity 
to effectively address their work responsibilities. The positive experiences at home and at work reinforce each other, 
activate personal resources and support the development of new skills for effective problem solving in the work 
setting. 
Factor 6: Work-family negative spillover. It is a heterogeneous factor mixing up 11 variables with a saturation 
levels between .609 - .304 extracted from the following categories: C4 (Negative impact of organizational climate on 
family life – 5 items), three demographic indicators, namely Q14 - How many jobs do you currently have?, Q16 - 
My working day is of ... hrs, Q19 - How often profession stood in the way of family professional?, one variable from 
C10 (C10_2 – Job or family - one always goes well at the expense of the other), and two variables belonging size 
C13 (recent family related emotional experiences: C13_22 Satisfied and C13_16 Cheerful). This factor reveals that 
respondents feel that job-related responsibilities and workplace climate negatively impacts on their engagement in 
family duties. Hence, 52% of the respondents states that profession often prevails and prevents them in fulfilling 
familial duties. 
5. Conclusion  
From the psychological perspective of conflict analysis, outbreaks of conflicts are dependent on the appearance of 
particular perceptions, beliefs, attitudes, and motivations, all of which must change for conflict resolution to occur. 
When discussing about reconciling conflicts between family and professional life, one inevitably comes across 
various psychosocial aspects, and the non-discrimination principle needs to be taken into account.  
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By reorganizing the sociodemographic indicators and WLC predictive variables, following the main factors 
rotation, the 6 resulting factors reveals how specific features of the work climate is likely to negatively impact on 
respondents' family life (Factor 1); job-related responsibilities and constraints prevent the respondents in 
fulfillingReferences must be listed at the end of the paper. Do not begin them on a new page unless this is absolutely 
necessary. Authors should ensure that every reference in the text appears in the list of references and vice versa. 
Indicate references by (Van der Geer, Hanraads, & Lupton, 2000) or (Strunk & White, 1979) their family roles, and 
lead them to experiencing negative feelings, tension and irritability (Factor 2); at turn, negative emotions 
experienced by respondents in their family context certainly have a negative impact on their ability to find solutions 
and effectively solve the problems at their work place (Factor 3). Also, it is obvious that both work problems and 
family constraints may impact upon the individual personal growth and development potential (Factor 4). 
Furthermore, parenting seems to be negatively impacted by time-consuming work duties and excessive work-load, 
among others (Factor 5). Nevertheless, the wellbeing experienced both at work and at home is able to potentiate and 
activate resources, hence facilitating the development of new skills supporting effective problem solving at work 
(Factor 6). 
Reconciliation is both a process, and a result. And such it should be ideally set into motion from the beginning of 
engaging in specific work or family roles, as part of it.  We should however note that most of our respondents are 
university graduates, belonging to professional categories that earn salaries above the national average, but having to 
cope with excessive occupational requirements (in terms of working time and effort invested in solving professional 
duties). The above mentioned characteristics of the sample could explain the overall results that highlight the impact 
of work on the well-being of individuals and their families. 
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